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ARGONNE NATIONAL LABORATORY

9700 South Cass Avenue, Argonne, lllinois 60439-4832 Office of the Director

October 1, 2004

| regffirm the Laboratory’s policy concerning Equa Employment Opportunity and Affirmative Action. Argonne
supports the concept of a bias-free environment where employees and candidates for employment are respected
for ther tdents regardless of race, color, religion, gender, nationd origin, sexud orientetion, age, disability,
veteran status or any other characteristics protected by law or executive order.

Through our outreach efforts to obtain the best talent for our workforce, we continudly improve our ahility to
identify and recruit qudified individuas from underrepresented groups. However, additiond efforts must be made
for us to meet the Laboratory’s commitment to affirmative action and the nation’s commitment to technological

excellence.

The redization of these gods will take the persond commitment of each employee. | urge maximum effort and
cooperation in carrying out our policy of nondiscrimination. Responghility for desgning, implementing, auditing,
gppraising and reporting our affirmative action progress is assigned to the Diversity Program Office. Laboratory
management will continue to support and dedicate itself to assure equa employment opportunity.

HUWMAA.QWAW

Hermann A. Grunder
Laboratory Director

Operated by The University of Chicago for the United States Department of Energy Office of Science



INTRODUCTION

Argonne Nationa Laboratory is a multi- program research facility operated by The Univergty of Chicago for the
United States Department of Energy Office of Science. The success of the Laboratory is directly related to
ensuring Argonnes people excd.  Argonne’s nearly 60 years of innovative solutions, breskthrough
accomplishments and extraordinary science is a product of a highly taented, productive, motivated, flexible and
diverse gaff that is committed to the Laboratory’ s godls.

The Laboratory is fully committed to the concept and practice of equa opportunity and affirmative action for
attracting and keeping talented people, regardiess of race, color, religion, gender, naiond origin, sexud
orientation, age, disability, or veteran datus. Totad commitment to equa employment opportunity is a continuing
fundamenta policy and practice of the Laboratory. Argonne vaues the diverse cultural and ethnic backgrounds
of its employees and drives to capitalize on these differences as one means of maintaining a high-performance
workforce.

In kegping with this commitment, the Laboratory develops Affirmetive Action Plans for its two main locations
Argonne, Illinois and Idaho Fdls, Idaho. The Plans detail the Laboratory’s equa employment opportunity efforts
and address affirmative actions for minorities, women, individuals with disabilities and veterans. The Plans comply
with law, regulation and executive order requirements, and with the requirements of the United States Department
of Labor's Office of Federal Contract Compliance Programs.

In developing these Plans, Argonne conducts sdf-audits of its sysems and practices and measures the
effectiveness of affirmative action efforts to eradicate and prevent discrimination. These Plans provide Laboratory
managers a summary of previous accomplishments, a current assessment of the organization, and direction for
future improvement as needed.

Affirmative Action Plans and the setting of gods should not be interpreted as an admission that the Laboratory
has discriminated againgt any individua or class of people a any time.

This Executive Summary of the Affirmative Action Plans is available for employee and gpplicant review on
Argonne's internet and intranet websites.

Through the equitable treatment of employees, Argonne can set an example for the nation it serves.



EQUAL EMPLOYMENT / AFFIRMATIVE ACTION POLICY STATEMENT

October 1, 2004
TO: All Argonne Employess
FROM: Hermann A. Grunder Laboratory Director

SUBJECT: Argonne' s Equa Employment Opportunity/Affirmative Action Statement

Argonne employees are our most vaued resource and each individua should be treated with dignity and respect.
We endeavor to effectively utilize the diverse tdents of al of our employees and pursue an environment where
each individud isvaued for his or her contributions and uniqueness.

It isArgonn€e s palicy to:
provide equd opportunity to all employees and applicants for employment;
take gppropriate affirmative action to make equa opportunity aredity;

adminiser human resources practices and make employment decisons free from illega discrimination, and
prohibit harassment that is based on a person’srace, color, religion, gender, nationa origin, sexud orientation,
age, disability, veteran status, or any other characteristics protected by law or executive order;

make reasonable accommodations for qualified employees or gpplicants with disabilities,

advise employees of ther rights to refer violations of this policy to their supervisor or to the Diversty Program
Office, without fear of retaiation of any form. These rights extend to the use of the Laboratory’s problem
resolution process or proceedings before authorized state or federd entities. Employees are responsible for
cooperding in investigations or resolutions of such violations, and

require al employees to comply fully with al aspects of this policy and to conduct themsalves in accordance
with the principles of equa opportunity.

Employees are encouraged to become familiar with Human Resources Policy #1100.1 on Equa Employment
Opportunity and Affirmative Action. In addition, the Executive Summary of Argonne s Affirmative Action Planis
avalable for review in the Laboratory libraries and on the Laboratory’ sinternet and intranet websites.

| pledge my support for the policy addressed in this memorandum and the attainment of a work environment free
from unlawful discrimination. Y our continued support and commitment are needed in the execution of this policy
Satement.



POLICY STATEMENT REGARDING SEXUAL / OTHER FORM S OF HARASSMENT

October 1, 2004
TO: All Argonne Employees
‘ <1}
FROM: Hermann A. Grunder Laboratory Director

SUBJECT: Policy Statement Regarding Sexua and Other Forms of Harassment

Argonne Nationad Laboratory is dedicated to creating an environment in which every individua can work without
being harassed. Harassment of any kind is not acceptable behavior and is inconsgtent with the commitment to
excellence that characterizes Argonn€e's activities. Such behavior may therefore lead to disciplinary action, up to
and including termination.

We want dl of our employees to have a clear understanding of what condtitutes sexud and other forms of
harassment. The genera definition of harassment is any conduct, verba or physical, which has the intent or effect
of unreasonably interfering with work performance, or which cregtes an intimidating, hogtile or offensve work
environment through its severity and/or pervasiveness.

Sexud Harassment?!

Sexud harassment may take many forms. Sexud assault and requests for sexud favors that affect employment
decisons conditute sexua harassment. However, sexud harassment may dso involve unwecome physica
contact, requests for sexud favors, visud displays of illicit or degrading images, suggestive conduct, or offensive
remarks or jokes of asexua nature.

Other Forms of Harassment 2

These forms of harassment could include suggestive jokes, gestures or sounds directed toward another or
degrading comments about another relating to race, color, religion, gender, nationd origin, sexua orientation, age,
disaaility, and veteran status.

Employees who bdieve they have witnessed harassment or are being harassed should notify their supervisor, the
Diverdty Program Office or Employee Relations in Human Resources.  Argonne will not tolerate harassing
behavior in any form by any of its employees, vistors, vendors, and other individuas conducting business with,
but not employed by the Laboratory.

Laboratory policies assure that claims of harassment will be investigated, confidentiaity will be maintained to the
extent possible, and remedid action will be taken when gppropriate. These policies dso prohibit retdiation in any
form againgt employees who report harassment or who assist in the investigation of such charges.

Argonne is committed to maintaining a harassment-free environment, and with your hep we can meat that
expectation.

1 HR Policies #1100, Equal Employment Opportunity and Affirmative Action and #1200, Sexual Harassment
2 HR Policy #7400, Employee Conduct
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COMMITMENT TO EQUAL EMPLOYMENT OPPORTUNITY

Argonne Nationa Laboratory is committed to the concept and practice of equal employment opportunity and
affirmative action. The Laboratory takes postive seps, or afirmative actions, to ensure thet dl individuds have
an equa opportunity for employment, without regard to race, color, religion, gender, naiond origin, sexud
orientation, age, disability, veteran satus, or any other characteristics protected by law or Executive Order.

To provide equa employment and advancement opportunities to al individuas, employment decisons a Argonne
will be made based on merit, qudifications and abilities. The Laboratory takes affirmative action to prevent
discrimination, induding profiling based on race and ethnicity, and to address stereotypica thinking and biases that
could impede employment opportunity. Great effort has aso been taken to ensure that Laboratory facilities are
accessbleto dl individuas

It has been, and will continue to be, the policy of Argonne National Laboratory to be an equal opportunity
employer, as dated in Argonnes officia Equa Employment Opportunity/ Affirmative Action (EEO/AA) policy
Satement.

In keeping with tis policy the Laboratory will continue to hire, train and promote into al job leves qudified
persons without regard to race, color, rdigion, gender, nationd origin, sexua orientation, age, disability, or
veteran datus.  Similarly, the Laboratory will continue to administer dl other personnel matters (such as
compensation, benefits, transfers, layoffs, laboratory-sponsored training, education, tuition assstance and socid
and recregtiona programs) in accordance with Argonne's EEO/AA policy.

The Laboratory is committed to take positive, business-oriented action that will contribute to the furtherance of
the spirit and intent of federd, state, and locdl legidation and government regulations related to equa employment
opportunity and affirmative action. Guidance from Executive Order 11246, as amended, and its implementing
regulations, is used to implement Laboratory policy.

Any employees with questions or concerns about discrimination in the workplace are encouraged to bring these
issues to the dtention d ther immediate supervisor, the Diversty Program Office or Employee Relations in
Human Resources. Applicants for employment with concerns should contact the Diversity Program Office. The
Laboratory is committed to doing a timely review and correcting as needed any action that is not in conformance
with Argonne's EEO/AA policy. The Diversty Program Office in lllinais is located in Building 201 and staff can
be reached at (630) 252-3021.

DISSEMINATION OF POLICY

To ensure that the Laboratory's commitment to affirmative action and equal employment opportunity is effectively
communicated, sructura communication activities are in place.

Internal Dissemination
Efforts to make the Laboratory’s EEO/AA policy known interndly include;



1. The Laboratory's EEO/AA poalicy is regularly updated and annualy communicated to dl employees. Itis
available to employees in the Human Resource Policy and Procedure Manual which can be accessed
through Argonne’s intranet ste.  The EEO/AA policy statements are dso available online through
Argonnée sintranet Ste.

2. The Laboratory's EEO/AA policy, equa employment opportunity posters and other required notices are
displayed on Officia Laboratory bulletin boards throughout Argonne.

3. Copies of the Executive Summary of the Affirmative Action Plans are maintained in division offices and
the Laboratory's libraries. The Executive SiImmary is dso available to employees and other interested
individuas online through Argonne sinternet and intranet Sites.

4. Freguent news items in the Argonne News, postings on the Laboratory's bulletin boards and memoranda
from the Laboratory Director and the Diversty Program Office provide additional information about the
EEO/AA policy to employees.

5. During the New Employee Orientation Program conducted in part by Human Resources gaff, new
employees are informed about the Laboratory's EEO/AA postion and the procedures for seeking
additiond information.

6. Periodic reviews of the Laboratory's EEO/AA policy are conducted with management and supervisory
personnd. The intent of the policy, Srategies for effective implementation and individua responghbilities
are explained.

7. Management training programs cover EEO/AA-rdated issues, policies and procedures.

8. A nondiscrimination clause is incorporated in union agreements, and contractua provisons are reviewed
to insure that they are nondiscriminatory.

9. A diversevariety of employees are pictured in publications in which employees are fegtured.

10. The Diversty Program Office staff members are accessible to al employees and are available to discuss
EEO/AA questions and concerns.

External Dissemination
Efforts to disseminate the Laboratory’s EEO/AA policy extendly and to communicate through outreach and
positive recruitment include:

1. Recruiting sources are informed verbdly and in writing of Argonnes EEO/AA palicy. The Laboratory
dtipulates that these sources must make good faith efforts to refer diverse candidates for postions listed.

2. A wide variety of sources are used by the Laboratory when filling open positions. Asapart of affirmative
action, the Laboratory does recruitment and outreach to organizations and at conferences that serve
minorities, women, individuas with disabilities and veterans.
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. Information on applicable open pogtions is sent to Americas Job Bank to fulfill the requirements of the
federal contractor job listing program.

. Advertisements of employment openings and employment gpplications Sate that Argonne is an equa
opportunity employer.

. The Laboratory incorporates the equa opportunity policy statement in purchase orders, leases and
contracts as required.

. An open line of communication is maintained between Argonne and organizations serving minorities,
women, individuas with disahilities and veterans, training inditutions, community agencies and community
leaders, regarding the Laboratory's EEO/AA program.

. A diverse variety of employees are depicted in advertisements and recruitment materids when employees
are pictured.

. Fadility users, applicants for employment, the public who vigt the Laboratory have access to Argonne's
EEO/AA palicy and other information on the bulletin boards around the Laboratory.

. Applicants or other interested individuds can access the Executive Summary of the Laboratory’s
Affirmative Action Plans through the Job Openings area of Argonne's main internet webpage.

10. Argonne's website lists e-mail contact information for individuas who have questions and concerns.

RESPONSIBILITY FOR IMPLEMENTATION

The ultimate respongbility for the successful implementation of Argonne's EEO/AA palicy is in the Office of the
Laboratory Director. The Laboratory Director has assigned coordination of responsibilities to implement the
policy to the Diversty Program Office in Human Resources which has the full support of and access to senior
management officids. Argonne's Diverdity Council also advises the Laboratory Director. The Diversity Council
is the Laboratory’s highest-leve forum for driving diversity performance, improvements and accountability with
the god of fogtering an inclusve work environment that makes full use of the contribution of al employees. The
Diverdty Program Office acts as a resource to the Diversity Council.

Theresponsibilities of the Diver sity Program Office include:

1. Devdoping policy satements, affirmative action programs, and internd and externd communication

techniques.

. ldentifying problem aress.

3. Asssting managers'supervisorsin ariving at solutions to problems.
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8.

9.

Designing and implementing auditing and reporting sysems that:
I.  Measure the effectiveness of Argonne's EEO/AA programs.
ii. Indicate any need for remedid action.
jii. Determine the degree to which the Laboratory’s goals and objectives are being attained.

Conducting periodic audits to ensure that Laboratory EEO/AA policies are properly displayed and
available at designated locations.

Coordinating and promote the Laboratory's EEO/AA training.
Interacting with state and federal compliance agencies.
Sarving as aliaison between Laboratory and community organizations for EEO/AA activities.

Keeping management informed of the latest developments in the EEO/AA area.

10. Reviewing reduction-in-force actions, and monitor selection and promotion processes.

11. Providing guidance and counsd employees on EEO/AA maiters.

12. Ensuring that complaints filed interndly are handled in a professond and timely manner.

Theresponsibilities of divison/department heads and line management include:

1

Assging the Diverdty Program Office in the identification of problem areas and the establishment of
divison/department goals and objectives.

Performing periodic audits of training programs, hiring and promotion patterns to isolate impediments to
the attainment of goals and objectives.

Mesting with employees to be certain the Laboratory’ s policies are being followed.

Reviewing the qudifications of dl employees to ensure they are given full opportunities for transfers and
promotions.

Providing career counsdling for dl employees.

Performing regular audits to ensure that EEO/AA posters are properly displayed.

Undergtanding that their work performance is being evaduated on the basis of their equa employment
opportunity efforts and results, aswell as other criteria.

8



COMPLIANCE WITH GENDER DISCRIMINATION GUIDELINES

An andysis of the Laboratory's policies and procedures indicate compliance with the discrimination guideines in
the following ways.

1. No digtinction based upon gender is made in regard to equal opportunities, wages, training, hours, or
other conditions of employment.

2. Rules and regulations are gpplied equaly to married and unmarried persons of both sexes.

3. The Laboratory's policies and practices assure gppropriate physica facilities (restrooms, changing rooms,
or associated facilities) for both sexes.

4. The wage and benefit schedules are not related to or based on the gender of the employees.

5. Time off from work for pregnancy/childbirth is treated in the same manner as other absences for non-
occupationa disabilities. The Laboratory will provide family leave to digible employees who wish to teke
time off to fulfill family obligations.

6. The Laboratory actively recruits for women to gpply for jobs at dl levels and makes targeted, specidized
efforts are made to search for qudified femae candidates where placement goas are set. There are no
positions a Argonne for which gender is a bona fide occupationd requirement.

7. Both sexes are digible for management training programs.
g. Laboratory policy specifically prohibits any supervisor, employee or agent from engaging in behavior that

condiitutes harassment or intimidation of any kind on the basis of gender. Training in preventing sexua
harassment is offered in avariety of formats for supervisors and employees.

COMPLIANCE WITH GUIDELINES ON RELIGION / RACE / NATIONAL ORIGIN;
PREVENTING PROFILING

The Laboratory does not discriminate againgt individuas on the bas's of rdigious beliefs, race or nationd origin.
All personnd policies and practices, including recruiting, hiring, promotion, transfer, termination, pay, training,
pensons, fringe benefits, and dl other conditions of employment, are administered on an equa basis without
regard to religion, race or naiond origin.

Affirmative actiors are taken to prevent discrimination and to address stereotypica thinking and biases that could
impede equa employment opportunity. Laboratory policy specificaly prohibits any supervisor, employee or
agent from engaging in behavior that congtitutes harassment or intimidation of any kind on the bads of reigion,
race or nationd origin.

Argonne will accommodate the religious and ethnic observances and practices of employees and applicants when
such accommodations can be made without undue hardship on the conduct of Argonne's operation.
9



Profiling pertains to those practices that scrutinize, target or treat employees or gpplicants for employment
differently or single them out for sdlect them for unjudtified additiond scrutiny based on religion, race or nationa
origin.

Argonne takes very serioudy its responshility to prevent profiling. The Laboratory gtrives to ensure a
work environment that encourages a postive attitude toward diverse individuas, groups and races. It
also discourages taking adverse actions based solely on a negative stereotype or negative preconception
about people based on hearsay.

The Laboratory’ s policies and practices support giving every employee the opportunity to display pridein
ther ethnicity, race and culture while participating in the Argonne community. Profiling is recognized as a
form of discrimination that has no place in the Laboratory’s efforts to be an employer of choice of al

groups. Argonne has incorporated profiling into its programs and efforts that cover affirmative action,
equa employment opportunity and diversity.

Argonne addresses prevention of profiling and discrimination with its line managers directly responsble
for implementing the Laboratory’s efforts to ensure that employees understand their responsibilities and
rights.

Laboratory managers and supervisors are encouraged to participate in and support diversity awareness activities
and programs to increase their sengtivity and understanding of diversty.

All managers and supervisors have included in their performance gppraisal an assessment by their supervisor of
their support of diversity and equal opportunity.

Argonne provides avenues and forums for employees to express concerns or issues about prohibited profiling

practices in the workplace. Employees are encouraged to utilize the Diversty Program Office to investigate
complaints about profiling and discrimination.

INTERNAL AUDIT AND REPORTING SYSTEMS

The Laboratory engages in a sdf-andysis for the purpose of discovering any barriers to equa employment
opportunity. The Diversity Program Office is responsible for implementing the audit and reporting system used to
monitor the Laboratory's progress toward achieving its objectives. The auditing and reporting system provides
for:

1. Maintaining and monitoring accurate and up-to-date records on referrals, applicants, hires, promotions,
transfers, layoffs and terminations by race/ethnicity and gender.

2. Recaving and reviewing completed exit interview questionnaire forms from terminating employees if the
exit interview is sgnaed as potentidly indicating EEO/AA issues. Issues are investigated as necessary.

3. Reviewing sdection, promotion, compensation and training procedures to ensure that they are non
discriminatory. The Laboratory aso ensures that its personnd processes provide for careful, thorough,
10



and systematic consderation of the job qudifications of gpplicants and employees with known disabilities
and covered veterans for job vacancies filled either by hiring or promotion.

4. Reviewing job qudifications before a position description is posted announcing its vacancy, and as new
job qudification requirements are established. The Laboratory reviews where appropriate any physica
and mentd job qualification requirements with management and supervisors to ensure that they are job-
related, and are consistent with business necessity and the safe performance of the job.

5. In offering employment or promotions to individuals, the Laboratory does not reduce the anount of
compensation because of any disability income, penson or other benefit the applicant or employee
receives from other sources.

6. On aregular bass, informing top management of the effectiveness of the EEO/AA policy and making
recommendations for improvements as necessary.

On a quarterly basis the Diversity Program Office prepares reports on placement goa achievement/progressin
underutilization and workforce representation. Data is presented at the division/department leve up through the
top Laboratory management to help establish accountability for the Laboratory goals.

APPLICABILITY OF AFFIRMATIVE ACTION PROGRAM FOR INDIVIDUALS WITH
DISABILITIESAND VIETNAM-ERA VETERANS

The Laboratory consders individuds with disabilities and veterans without regard to ether ther disability or
veteran datus in the following areas  hiring, access to benefits and training, job assgnment, promotion,
compensation, and other terms and conditions of employment, provided the individud is quaified, with or without
reasonable accommodations, to perform the essentia functions of the job.

Argonne's objective in adopting this Affirmative Action Program is the sdection of qudified individuds with
disabilities, disabled veterans, Vietnam-Era veterans and other digible veteransin al levels of job dassfication.

The Laboratory is committed to take positive, business-oriented action which will contribute to the furtherance of
the spirit and intent of federd, state, and locdl legidation and government regulations related to equa employment
opportunity and affirmative action. Guidance is used from the following to implement Laboratory policy: Section
503 of the Rehabilitation Act of 1973, as amended; the Americans with Disabilities Act; and the Vietnam Era
Veterans Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212.

DEFINITIONS: DISABILITIES, VETERANS

An Individual with a Disability is one who 1) hesaphyscd or mentd imparment which subgtantialy
limits one or more mgjor life activities, 2) has a record of such an impairment; or 3) is regarded as having
such an imparment.  (Exceptions to this definition are found in Section 1630.3 of the Americans with
DisabilitiesAct (ADA).)
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» Major Life Activities may be consdered to include communication, ambulating, salf-care, socidization,
educetion, vocationa training, employment, transportation, adapting to housing, etc. For the purpose of
Section 503 of the Rehabilitation Act of 1973 and the ADA, primary attention is given to those life
activities thet affect employability.

» Substantially Limits means the degree that the impairment affects employability. An individua who is
likely to experience dfficulty in securing, retaining, or advancing in employment may be consdered
subgtantialy limited.

» Regarded as Having Such an Impairment refers to those individuals who are perceived as having a
disability whether an impairment exists or not, but who, because of attitudes or for any other reason, are
regarded as disabled by employers or supervisors who have an effect on the individua’s securing,
retaining, or advancing in employmen.

A Qualified Individual with a Disability is one who satisfies the requisite kill, experience, education and
other job-related requirements of the employment position such individua holds or desires and who, with or
without reasonable accommodations, can perform the essentia functions of such position.

A Reasonable Accommodation isamodification or adjustment to ajob, the work environment, or the way
things are usudly done that endbles a qudified individua with a disability to enjoy equa employment
opportunity. These are accorded to the extent that such accommaodations do not impose undue hardship on
the conduct of the Laboratory's operation.

An Undue Hardship isan action that requires sgnificant difficulty or expense in relation to the financia cog,
resource availability or conflicts with laws or regulations.

A Special Disabled Veteran is a person entitled to disability compensation under laws administered by the
United States Veterans Adminigtration for disability rated at 30 percent or more; or a person rated a 10 to
20 percent, if it has been determined that the individua has a serious employment disability; or a person was
discharged or released from active duty because of a service-connected disability.

A Veteran of the Vietham Era is aperson who:

1) served on active duty for a period of more than 180 days, and was discharged or released there from
with other than a dishonorable discharge, if any part of such active duty occurred:
(@ inthe Republic of Vietnam between February 28, 1961, and May 7, 1975;
(b) between August 5, 1964 and May 7, 1975, in al other cases; or

2) was discharged or released from active duty for a service-connected disability if any part of such active
duty was performed:
(8 inthe Republic of Vietnam between February 28, 1961 and May 7, 1975; or
(b) between August 5, 1964 and May 7, 1975, in al other cases.
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Other Eligible Veteran means aperson who 1) served on active duty service between December 7, 1941
and April 28, 1952; or 2) served in a campaign or on an expedition for which a campaign badge, a service
medal, or an expeditionary medal was awarded.

REASONABLE ACCOMMODATION OF PHYSICAL & MENTAL LIMITATIONS

The Laboratory makes reasonable accommodation to the known physica and mentd limitations of dl otherwise
qudified individuds with a disability unless it can demondrate that the accommodation would impose an undue
hardship on its operation. If an employee with a known disahility is having sgnificant difficulty performing his or
her job and it is reasonable to conclude that the performance problem may be related to the known disgbility, the
Laboratory confidentialy notifies the employee of the performance problem and inquires whether the problem is
related to the employees disability. If the employee responds affirmatively, Argonne confidentidly inquires
whether the employee isin need of an accommodation. Employees may contact the Human Resources Divison
a any time to request an accommodation.

The new employee orientation package indudes a Laboratory map illugtrating Argonne's facilities and buildings
with information on services avalable for individuds with disbiliies and accessble entrances.
Tdecommunication Device for the Deef (TDD) locations and telephone numbers are listed. Laboratory buildings
are accessible to individuas with disabilities.

Any information obtained from individuas concerning a physica or menta condition is kept confidentid, except
that supervisors or managers may be informed of accommodations or restrictions on work or duties. First aid
and safety personnel may be informed when, and to the extent appropriate, the condition might require emergency
treetment. The Laboraory may release some information as necessary if government officids investigating
compliance with EEO laws request such information.

SUMMARY OF IMPROVEMENTSFOR INDIVIDUALSWITH DISABILITIES

Argonne has shown a consstent and strong commitment to ensuring the Laboratory’s facilities are accessible to
individuas with disabilities. Such modifications have included: designated parking for individuds with disabilities;
wheelchair access ramps, Bralle markings on elevators, vibrating pagers for the desf; accessible restrooms and
restroom gsals equipped with grab bars, drinking fountains and public telephones made accessible; aides and
gack arrangements of the libraries made accessble for whedchair use; and fire safety improvements for the
provision of bell/strobe fire darmsin the areas of public accommodation

TDDs are available in Human Resources, Argonne’s Information Center and the Fire Depatment to assst
employees and applicants who are hearing or speech impaired and have accessto aTDD. At Argonne-East and
West locations TDD's have dso been ingtaled in workstations as needed.

A lig of buildings and conference rooms indicating which are whedchair accessble, including restroom
access bility isin the Argonne telephone directory.
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Sign language interpreters are provided as needed at seminars and other public events.
On a continud basis there are actions to improve accessihility for individuds with disabilities induded facility

dterations and barrier removas in Laboratory buildings. All new condruction is aso reviewed to ensure ADA
compliance as appropriate.
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